Abstract-Job embeddedness is a relatively new theory in turnover research, it provides a broader perspective for organization to retain employees. However, domestic researchers need a further understanding on the content ,measurement and other research conclusions of job embeddedness. Based on the literature review, this paper make a commentary on the domestic and overseas research outcomes of job embeddedness from the following five aspects specifically: the concept of job embeddedness,the dimension and measurement of job embeddedness,the antecedent and outcome variables of job embeddedness,the moderating and mediating effects of job embeddedness, and the shortage of current research and directions for future study.
INTRODUCTION
Voluntary turnover brings a variety of tangible and intangible costs to an organization (Mobley,1982) . In the past decades, scholars have developed many multivariate turnover models which were based on the March & Simon"s theory of organization equilibrium in order to understand the mechanism behind voluntary turnover (Hom&Griffeth,1995; Price,2001 ). However, a large number of studies have shown that traditional attitudes accounting for only 4-5% of the variable on turnover (Hom&Griffeth,1995; Maertz&Gampion,1998; Griffeth, Hom& Gaertner, 2000) .This illustrate that some of the more important factors may have not been included in the employee turnover model (Yang Chunjiang, Ma Qinhai & Zeng Xianfeng, 2010).
In this context, Mitchell, Holtom,Lee, Sablynski & Erez (2001) creatively turned their attention from"the factors which affect employee turnover" to "the factors which encourage employee to remain with an organization", and developed a theoretical system of job embeddedness(JE) gradually. Job embeddedness introduces the consideration for non-work factors into the traditional turnover model, and empirical studies reveal that JE predicts incremental variation in turnover after controlling for traditional turnover predictors (Mitchell et have made an literature review of job embeddedness. In their paper,they pointed out the shortcomings of previous research and presented some useful suggests for further research. However,compared with the richness of theoretical and empirical research on job embeddedness on abroad,the research is relatively weak at home. It is important to emphasize the necessity of theoretical development before exploring the relationship between JE and other variables. Only on the basis of unfolding the development of theory can we clarify the direction of future research.According to this, this paper will review the conceptual, measurement issues of job embeddedness and its relative study conclusions first,and then discuss the shortage of current research and directions for future study.
II. THE CONCEPT OF JOB EMBEDDEDNESS

A. The Pose and Master of Job Embeddedness
Job embeddedness was first reported in the study about voluntary turnover (Mitchell et al,2001 ),focusing on factors that encourage employee to remain with an organization. The put forward of this concept was based on Lewin's "Field theory" and the embedded figures of psychology, combined with the new turnover theory formed by Mitchell"s "Unfolding Model", and referenced to the empirical research conclusions of nonwork factors and other organization-focused predictor which associated with retention/leaving. Mitchell et believed that a variety of factors which from organizations and communities may make individuals "embedded" into their work. Therefore, they described job embeddedness as a net or a web in which an individual can become stuck. The one who is highly embedded has many social links that are close together, and then influence the retention behavior of employee, thus can explain the employee"s turnover decision. Job embeddedness suggests that there are numerous strands connect an employee and his or her family in a social, physical, and financial web that includes work and non-work friends, groups, and the community and the physical environment in which he or she lives (Mitchell et al, 2001 ).
Since then, Yao, Lee, Mitchell, Burton& Sablynski (2004) defined job embeddedness as "the combined forces that keep a person from leaving his or her job",including marital status, community investment, job tenure and other factors. Their views fully reflected the consideration about the importance of International Academic Workshop on Social Science (IAW-SC 2013) non-work factors, and explained two questions which troubled employer effectively, the questions are "Why do a lot of employees who are satisfied with their present job exert turnover behavior "and "Why do some employees who are dissatisfied with their present job choose to stay in the organization".
As can be seen from the above literature review, scholars" definition of job embeddedness are all from both the organization and community aspects, and the conclusions are quiet commom. Based on this, this study defined job embeddedness as "the combined forces from organization and community which keep a person from leaving his or her job". According to the job embeddedness theory,under the same condition, the one who has high level of embeddedness is more likely to stay in their organization, while the one with low level is more inclined to turnover.
B. The Comparison Between Job Embeddedness and Conventional Attitudinal Varibles
Before the propose of job embeddedness, organizational commitment and job satisfaction are the most widely studied attitudinal variables in the employee turnover problems. The former generally refers to the degree of an individual identity with and participate in an organization, including three dimensions, that is affective commitment, continuance commitment, normative commitment; and the latter refers to employees" satisfaction with their job. Both the two attitudinal variables have some similarities with job embeddedness: when talking about employee turnover problems, they all concerned about work-related emotional factors. Besides, some of their subdimensions have some similarity with the dimension of organization-related sacrifice in job embeddedness. However, there have some significant differences between the two attitudinal variables and job embeddedness. Job embeddedness not only include the work-related non-affective judgement, but also cover the factors associated with the community. In addition,apart from the organization-related sacrifice dimension, job embeddedness differs from the two well-known job attitudes in some significant ways.
III. THE DIMENSION AND MEASUREMENT OF JOB EMBEDDEDNESS
A. The Dimension of Job Embeddedness
Mitchell et al (2001) explained that the critical aspects of job embeddedness are(1)links, which reflect the formal and informal connections between a person and institutions or other people.The higher the number of these links, the more the person is bound to job and organization,(2)fit, which is defined as an employee"s perceived compatibility or comfort with an organization and its environment.The better the fit, the higher the likelihood that an employee will fell tied to organization and community, thus the lower the possibility to turnover,(3)Sacrifice, which captures the perceived cost of material or psychological benefits that may be forfeited by leaving a job. The more an employee would give up when leaving, the more difficult it will be for him or her to leave the organization and community. These three critical aspects are important both on and off the job, as a result, this three-by-two matrix suggests six dimensions: links, fit, sacrifice associated with organization and with community. Then, Lee et al(2004) further categorized the organizational factors into on-the-job embeddedness, and the community factors into off-the-job embeddedness according to the place where the influences occur.
Although the two-dimension model of job embeddednes has been widely recognized by researchers, as it was developed in the United States, scholars began to investigate the utility of this model in other culture graduall (Mallol et 
B. The measurement of job embeddedness
Currently,the measurement of job embeddedness is mainly conducted by questionnaire, involving composite measure and global measure. The composite scale has theoretical richness in empirical research,and can reduce the cognitive exaggeration based on self-evaluation effectively. However, it still has several problems: First, there are too many items in the scale and contain some questions which people may avoid because these issues involve privacy. Second,the scale gives equal weight to each dimension,but in reality, different individuals will emphasize different dimension. Third,there exist the problem of multicollinearity in the measure, and it will affect the reliability and validity to some extent.
2) Global measure. suggested that the overall measurement can be designed to replace the original sub-items of each dimension. Based on the existing research, they re-analyzed the items on each dimensions ,and developed an global measure of job embeddedness.The scale includes seven items, using a 5-point Likert scoring method (from "strongly disagree" to "strongly agree"), and view the job embeddedness as a whole to measure. In their study, the reliability of this scale reached 0.88. The global scale overcomes the limitations of the original composite scale, and promote the development of the measurement for job embeddedness. However, the shortcomings of global scale is also very obvious, it does not highlight the non-attitudinal and off-the-job factors like the composite measure does.
Since the composite measure and global measure has its own distinct advantages and disadvantages,in a specific study,the choice of the measurement should based on the research purpose.If a study aims to explore the associations between the components of job embeddedness and outcomes,it is better to use the composite measure.On the other hand, if the study aims to test models using latent constructs, the global measure will be a better choice, especislly for the studies that use structural equation modeling (Zhang,et al.2012 ).
IV. THE ANTECEDENT AND OUTCOME VARIABLES OF JOB EMBEDDEDNESS
A. The antecedent variables of job embeddedness
Based on the research outcomes so far, the antecedent variables of job embeddedness can be attributed to two main categories. The first category is the demographic variables. 
B. The outcome variables of job embeddedness
Job embeddedness is built on the basis of turnover model, its fundamental purpose is to study employee turnover from the retention perspective. Therefore, many scholars are exploratory test the relationship between job embeddedness and turnover intention (Mitchell et In recent years,the range of embeddedness outcome research began to expand. Felps,Hekman,Mitchell,Lee, Harman&Holtom (2009) jumped out of the scope of job embeddedness" influence on individual,and found that coworkers" job embeddedness and job search behaviors play critical roles in explaining why people quit their jobs. By studying the "shocks" in organization, Burton, Holtom, Sablynski, Mitchell&Lee (2010) found that a person with high level job embeddedness will improve their in-role and extrarole performance to respond to negative events. Smith& Mitchell (2011) used the survey data from 1839 enlisted personnel in theU.S. Air Force,and found that unlike previous studies, people who were more embedded in their communities were more likely to voluntarily leave, rather than reenlist or retirement.This study concerned the moderate effect of pension and frequent mandatory relocations that service members face.
V. THE MODERATING AND MEDIATING EFFECTS OF JOB EMBEDDEDNESS
In addition to exploring the antecedent and outcome variables of job embeddedness, some scholars have tried to introduce job embeddedness as moderate or mediate variable into their research models to enrich them. Among these researches, it"s more common to use job embeddedness as a moderate variable. Few studies have investigated the mediating effects of job embeddedness . The study of Allen (2006) showed that job embeddedness plays a fully mediating role in socialization tactics on employee turnover.Karatepe & Karadas (2012) found that job embeddedness had partly mediator effect between empowerment/compensation and frontline staff's service recovery performance.
Furthermore, in the recent study, Dawley&Andrews(2012) showed that off-the-job factors moderate the relationship between on-the-job embeddedness and turnover intentions such that this relationship is weaker when off-the-job embeddedness is higher . Lo, Wong, Yam& Whitfield (2012) developed a newly dimension of job embeddedness construct, the new model considered three embedding factors: individuals" community embeddedness towards their home country (HomeCCE-newly developed), embeddedness towards the organization in which they are employed in the host country (HostCOE) and embeddedness towards the host country community (HostCCE).Then they applied the model to a sample of self-initiated expatriates (SEs) and found that HostCOE plays a mediating role between a SEs"HomeCCE and turnover intention and willingness to accept unsolicited job offers;andthese mediated relationships are moderated by the variables: expatriate-dominated private sector and the SEs" HostCCE.
VI. CONCLUSION
Job embeddedness is a relatively new theory in recent years. It tries to predict leaving from retention perspective,and introduces non-job factors into the turnover model.This new theory is gaining more and more attention and recognition from scholars. According to the literature review of job embeddedness,we can be see that most of the current study about job embeddedness are focused on correlation study to explor its relationship with other variables, fruitful results have gained from the antecedent and outcome variables to moderating and mediating mechanisms of job embeddedness .
However, in the areas of theoretical and empirical research, job embeddedness still has many shortcomings and issues which worth a further explore. First, few studies have examined the conceptualization and measurement issues, so future research should strengthen the fundamental theory research of job embeddedness and reinforce the development of measuring tools. Second, in the concept of job embeddedness ,the definition of "community" is not clearly, and the conclusions of community embeddedness is quiet few. Consequently, further research is needed to gradually specify the meaning of "community", and based on this, make a further study on the relationship between community embeddedness and other variables. Finally, as job embeddedness is closely related to the internal and external environment of the employee"s organization,while the organizational and social environment are strongly influenced by social cultural, it is necessary to increase the cross-cultural studies of job embeddedness,to make a further exploration and localization fixes of structure and measurement under the non-US background.
